, career success (Judge & Hurst, 2007) , and lower stress levels (KammeyerMueller, Judge, & Scott, 2009) . A recent review (Chang, Ferris et al., 2012 ) also presents metaanalytic estimates of the relations of CSE with task performance, helping behavior, job satisfaction, conscientiousness, justice perceptions, and autonomy. Because of CSE's ability to predict a wide range of job phenomena, this concept has recently attracted considerable attention.
Even though the role played by CSE's prediction ability in organizations has been well investigated, CSE merit further discussions. First, the CSE literature is sufficiently mature now that researchers need to begin examining moderating/mediating effects and uncovering the reasons why CSE predicts the outcomes it does.
Compared with other influential personality traits such as conscientiousness, CSE have not been sufficiently examined with reference to relationships with different performances and as moderators of job performance. In this study, we focus on the essence of CSE which is "selfconfidence, proactive, and voice", and try to examine the relationship with multi-dimension of performance and moderating effects.
Second, it is important to conceptualize CSE more deeply as a personality trait. From the outset, CSE, unlike the Big Five factors, were identified because of their strong association with perceived environment such as job satisfaction (Judge, Locke, & Durham, 1997) . Compared to descriptive traits, evaluative traits will have a more direct and strong relation to job satisfaction (Judge, Erez & Bono, 1998; Judge, Locke & Durham, 1997) because evaluative traits directly color perceptions and attitudes of oneself and the environment (Johnson, Rosen, & Levy, 2008) . Similarly, people with high self-esteem tend to experience higher job satisfaction because they consider themselves to be valued employees and their jobs as meaningful (Judge & Bono, 2001) . Therefore, distinguishing CSE from current job environment is a fundamental issue. In this line, it might be interesting to distinguish CSE from evaluation by others and the organization in terms of the performance prediction.
The first issue is more important pragmatically, and the second issue is related to the first one. Thus, both issues bear upon the question of whether CSE predicts job performance independently from current job environment, and also interacting with evaluation by others and the organization (external self-evaluation). We assert that CSE's prediction ability should be examined in detail to demonstrate its importance in applied situations.
In this study, focusing on the CSE's essential features such as self-confidence, proactivity, and voice, we tried to examine the relationship between CSE and multi-dimension of performance after controlling for current job environment, and moderating effects of external self-evaluation. Thus, we pose the following two research questions to test and extend the analysis of CSE's prediction ability for job performance: (a) Do CSE predict extra-role performance, especially authority-challenging performance, more strongly than in-role performance? (b) Does distributive justice regarding the organizational (personnel) job evaluation moderate the relationship between core selfevaluations and job performances?
Existing research has largely examined the relationship between CSE and in-role performance (Erez & Judge, 2001; Joo, Jeung, & Yoon, 2010; Judge & Bono, 2001; Judge, Erez & Bono, 1998; Judge, Erez, Bono & Thoresen, 2003; Kacmar, Collins, Harris, & Judge, 2009 ). Since performance is a multidimensional construct (Campbell, 1999) , research on personality and different types of performance should be conducted (Hurtz & Donovan, 2000; Kamdar & Van Dyne, 2007) . This study considers CSE as a predictor of extra-role performance.
In-role performance is a required or expected behavior and the basis of regular and ongoing job performance (Katz, 1964) , extra-role performance is behavior beyond role requirements in job performance (Blader & Tyler, 2009 CSE are also believed to be related to authoritychallenging behavior because individuals who have confidence in their own ideas and believe that they could control the implementation of these ideas and who are not prone to worry and doubt in the face of uncertainty will probably be more successful (Judge & Kammeyer-Mueller, 2011) . Therefore, we conducted the present research by comparing the three performance types: in-role, helping, and authority-challenging (e.g., Van Dyne, Kamdar, & Joireman, 2008) .
Consistent with the definition, CSE are associated with self-confidence (Judge, Erez & Bono, 1998) , proactive coping (Judge & KammeyerMueller, 2011) , self-concordant goals (Judge, Bono, Erez & Locke, 2005) , and approach motivation (Johnson, Rosen & Levy, 2008) . Therefore, CSE are more likely to impact extra-role performances that are often spontaneous and volunteered, especially authority-challenging behavior.
Thus, we hypothesize the following trends while comparing these two personality traits. Hypothesis 1. CSE will be positively related to job performance: (a) CSE will be positively related to in-role performance, (b) CSE will be positively related to helping performance, and (c) CSE will be positively related to authoritychallenging performance.
Hypothesis 2. CSE will be more strongly related to extra-role performance, especially authoritychallenging behavior, than in-role performance.
CSE are fundamentally related to motivation, confidence, and satisfaction. Individuals with higher CSE will be motivated and diligent at work (Judge & Kammeyer-Mueller, 2011) because individuals who have high confidence levels and who believe in their capabilities also believe in the likelihood of their success, and this belief enhances effort levels (Judge, Erez & Bono, 1998) . These relationships suggest that preferable current job environment related to confidence and satisfaction might be alternate explanations of CSE in job performance prediction. To distinguish between the influence of CSE and that of current job environment, we focus on quantity and quality related to current job, which are job experience and job autonomy, as control factors.
First, we expect that job experience, a term used after individuals have commenced working at their current job, must be a control factor relating to the impact of confidence on current job performance (Chen, Kirkman et al., 2007) , given the documented impact of experience on job performance (McDaniel, Schmidt, & Hunter, 1988) . In simple terms, experience obtained in a specific work environment and unit should improve an individual's skill, knowledge, and team work and enhance one's confidence in performing that job. Job experience improves both perceptions of current job environment and job performance.
Second, for a similar reason, job autonomy was also considered a control factor. Autonomy provides a source of enactive mastery experience because it gives employees an opportunity to acquire new skills and master new responsibilities (Parker, 1998) . In addition, controllability of a situation influences self-efficacy; an increase in controllability raises self-efficacy (Gist & Mitchell, 1992) . Several studies have revealed the positive relationship between job autonomy and self-efficacy (e.g., Axtell & Parker, 2003; Parker, 1998; Speier & Frese, 1997) .
Similarly, job autonomy has been identified as a determinant of personal initiative (Frese, Kring, Soose, & Zempel, 1996) , authority-challenging per formance (Van Dyne & LePine, 1998) , improvement suggestions (Axtell, Holman et al., 2000) , and proactive work behavior (Parker, Williams, & Turner, 2006) . Further, Joo, Jeung & Yoon (2010) showed that the relationships between job performance and both CSE and job autonomy are mediated by intrinsic motivation.
For these reasons, we chose job autonomy as a control factor.
We expected that these potential alternate predictors would weaken the relationship between CSE and job performance to some degree. However, if the relationship between CSE and job performance is sufficiently strong and independent from job environment factors, the relationship will be minimally influenced by such predictors. Otherwise, this relationship will be non-existent. Accordingly, we establish the following hypotheses.
Hypothesis 3. CSE will be positively related to job experience, and job autonomy. (Luft, 1969) and self-evaluation maintenance (SEM) theory (Tesser & Campbell, 1982) to extend the analysis of the prediction ability of CSE using distributive justice as a moderator. If the open quadrant is relatively large, people tend to be peaceful. In contrast, if there is a big difference between these evaluations (the hidden and blind areas are relatively large), people tend to be stressful. Cognitive dissonance theory (Festinger, 1957; Festinger & Carlsmith, 1959) also supported the above idea, suggesting that people are strongly and automatically moti- Campbell, 1982; Tesser, Pilkington, & McIntosh, 1989) , and it is considered to be an instinctive motivation for most people. In the behavioral experiment, Tesser and Campbell (1982) revealed participants rated others' ability in order to heighten their own evaluation by controlling experimental conditions. So, when people try to expand the "open area", they might be motivated not only to resolve the cognitive dissonance, but also to get more positive selfevaluation.
These two theories, taken together, suggest that individuals will attempt to achieve a better evaluation if there is a difference between their external and internal self-evaluations. Individual high in core self-evaluation, as internal selfevaluation, would be stressful and challenge to improve the situation in the case that others & Takeuchi, 2008). As found direct relationship (Chang, Ferris et al., 2012) , the concept of distributive justice is similar to that of CSE not only in this respect but also in its positive correlations to important outcomes such as job satisfaction, job performance, and helping behavior (Colquitt, Conlon et al., 2001 ). However, the Johari window theory suggests that the concept of distributive justice differs from that of CSE, while SEM theory suggests that distributive justice is a potential moderator in the relationship between CSE and job performance. Thus, we propose the following hypothesis.
Hypothesis 6. CSE will be positively related to distributive justice for job evaluation. Hypothesis 6 was supported. CSE were significantly and positively related to distributive justice (r = .31, p < .01) as expected.
Hypothesis 7 was also supported. The multilevel analysis in Table 2 and the backward regression in Table 3 shows that the interactions were significant in in-role performance (Hypothesis 7a: B = .14, p < .05, and β = -.17, Individuals with high self-evaluation tend to make efforts when they are not sufficiently valued in the current situation and this trend was stronger in authority-challenging performance.
This is consistent with the idea that stress factors are positively related to innovative behavior (e.g., Bunce & West, 1994; Janssen, 2000 Janssen, , 2004 West, 1989) in certain conditions. So, individuals with high CSE might be easy to feel stress when evaluated not enough than those with low CSE.
The results also suggest that individuals with low self-evaluation make efforts, especially in in-role performance, when they are valued better than their expectation. In this case, they might experience positive pressure and will be motivated to do their duty and live up to expectations.
CSE are primarily a personality trait that is positively related to performance, especially extra-role performance. However, this study demonstrates that the effect of CSE is complex. This study suggests that it may be useful to consider distinction between external and internal self-evaluation regarding the performance prediction of the core self-evaluations. These two self-evaluations were interacting to predict the in-role and extra-role performance. Our selfevaluation must be influenced by both external and internal self-evaluation and each influence would not be simple. Interestingly, the difference between these two self-evaluations had impact on the job performance in our study. were not used for analyses.
Despite these limitations, this study also has its strengths. First, this study expanded the validity of CSE in both theoretical and practical aspects by using social psychological theories (Johari (Brockner, 1988) 
